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Cost, boris/Lemers s

" This bibliography has beén compiled as

part of a continuing series designed

.

‘to make informarion on relevanthissertations available to users of rhe ERIC .

system. Monthiy issues of Dissertati~n Abstracts International aresreviewed

7

-in.drder to compile abstracts of dissertations on related topics,-which thus

.. \ _ - .
bécome(fééesslble in searches, of the ERIC data base. Ordering information
. . T~ .

for the dissertations~themselves is included at the end of the 3ibliograpﬁ§.

¢

Abstracts of the following«dissertations are included in this collection 4

THE IMPORTANCE OF WRITTEN COM~ .
MUNICATION IN-BUSINESS AS yIEWED
BY EXECUTIVES "IN A METROPOLITAN

AREA " - g
—

-

LS

Garthright-Petelle, -Kathleen Mae R e

" COMMUNICATION PROCESSES-AND OR¥

GANIZATIONAL STRUCTURE AS , S
MECHANISMS OF ORGANIZATIONAL -
CONTROL: A CONTENQENCY PERSPEC—"‘

.TIVE - : .

Guy, Mary Elled -~

" 7. MEASURING ORGANIZATIONAL CONFLICT:

THE DIMENSIONALITY KEDUCTION
TECHNIQUE .., "t
e ~ . .

Irving, Richard Harold

"MODELING DYADIC MODE CHOICE IN

ORGANIZATIONS . k\

Michal, Paula Mgrie Smith§n ‘
DEFENSIVE AND RELATIONAL COMMUNI-
CATION CORRELATES OF THE TERMINA—
TION INTERVIEW

Nelson, Barbara Kay. .,
ORGANIZATIONAL CLIMATE AND EX- -
TERNALLY IMPOSED INNOVATION:

A CASE STUDY OF MANAGEMENT o
SYSTEM AND COMMUNICAT ION—PRO- T
CESSES ASSOCIATED WITH : ’ .
IMPLEMENTATION OF AFFIRMATIVE

- ACTION _ g

. R _
Olshfski .Dorothy Farr '
ORGANIZATIONAL EFFECTIVENESS:
. DEFINING A CONSTRUCT SPACE AT .
~THE, INDTVIDUAL LEVEL OFf ANALYSIS =
It 0 oo - '
_ Ragan, Sandra Lee .
. ALIGNMENT TALK IN THE JOB—INTER— .
VIEW ., . ot .

Al ‘

~ Ray, Eileen Berlin e
A COMMUNICATION PERSPECTIVE ON

. BURNOUT IN A" HUMAN $ERVICE i

: ORGANIZATION

\
N .. s
.

Yeager, Jack B.

A COMPARISON OF THE EFFECTIVENESS ¢
- AND-EFFICIENCY OF COMMUNICATION
STRATEGIES AS STIMULANTS OF HORIZON-
TAL COMMUNICATION AMONG INDEPENDENT
INTERRELATED ORGANIZATIONAL UNITS . -
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THE IMPO?TANCE OF WRITTEN COMMUNICATION IN.
BUSINESS AS VIEWED BY EXECUTIVES IN A -
METROPOLITAN AREA OrderNo. 8202694

CosT, Donrrs L'Eu‘usns. Eo.D. University of Northérn Cllorado. 1981..
. 138pp. )

* Statement of the Problem. This study was undertaken to determine
the importance of written communicdtion 1n business as perceived by
executives. . o

“‘General Procedure. A random-stratified sample was selected of 30
large, 30 medium-sized, and 30 small firms in the Denver metropolitan
area, Interviews were conducted using an interview_schedule

designed and pilot tested in the study. Data from the interviews were _

coilected, analyzed, and summarized to answer the eleven questions
raised in the study. - P
s Results. Wntten communication is very important 1o business
- executives. On a scale of 1 (extremely important) to 7 (of no _
. Importance), the mean rating was 1.87. .
. The means of the 21 writing elements ranged from 1.48 to 3.04 on
the 1-to-7scale of importance,

. Writing elements were ranked as follows: clarity, problem analysis,
conciseness, arganization of data, spelling, language level or
readabulity level, word choice, coherence, grammar, sentence £
structure, positive attitude, tone, technical vecabulary, reader .
viewpoint, transition, paragraphing, punctuation, capitalizatian; style,
use of active voice,and/or passive voice, parallelism. <ot

More largé business firms have programs or policies for
developing writing skills of employees than do medium-sized and
small firms. w o,

On ascale of 1 (extrémely good) to 7 (extremely poor), executives
rate the general writing skills of recent coilege graduates 4.17.

Eighty of the S0 executives (88.89 percent) believe that all callege
graduates should be required to pass a competency test in writing
skills before belng awarded bachelor's degrees.

There 1s a.significant differenge in the ratings of {he importance of
effective wnting with executives of large firms rating it as being more
"important than exetutives of small fums..» )
There is no significant relationship between the ratings of the
importance of the writing elements and size of the firm.

Conclusions. Effective written communication 18 very important to
business executives, with 55.56 percent rating it extremely important.
All 21 wniting elements are important in all business firms.

Large business firms place more emphasis on the importance of
written communication than do other frms.

Business executives are Qot satis ith the writing skills of
recent college graduates. .

7
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COMMUNICATION PROCESSES AND ORGANIZATIONAL

- >~

“While both planned and emergent processes were considered
necessary for organizational control, task and environmental
uncertainty and interdependence were expected to determine the -
optimal strategy for organizational cantrol. High uncertainty of task
and environment were expected to decrease the usefulness of

. standardization and formalization and increase the need for

communication processes as mechanisms for organizational controlis,
Low uncertainty would be expected to increase the usefulness of
planned mechanisms for control. A contingency model was
devaioped to depict these relationships.
The model was subjected to a partial test. Two hypothesés were
"lested: (H;) Under high task uncertainty, uiit effectiveness wiltbe

. Positively related to unit climate and information flow; and (H,) Under '

low task uncertainty, unit effectiveness will be postitively related_‘to unit

formalization and standardization. o PO
Data wgs collectyd from 28 task units of a state agency. Resuits of

tha data analysis indicated suppott for the first hypothesis. In 19 task

units identified as having high task uncertainty, unit effecliveness was

sgnificantly related to information flow and climate. -
The second hypothesis failed to receive support. In the nine task

~units designated as having jow task uncertainty, unit effectiveness
was not significantly related to standardizatiory and formalization.
findings were discussed in rel4tion to the contingericy model of

- Ofganizational control.

. . ,../ M

+ ~

MEASURING ORGANIZATIONAL CONFLICT: THE
DIMENSIONALITY REDUCTION RECHNIQUE

L ' * . OrderNo.DA8212242
Guy, MARY ELLen, PH.D. University of South Carolina, 1981. 2020p.

This research introduces the dimensionality teduction technique
and demonstrates its utility for measuring organizational conflict. This
technique quantrfies one’s preference orderings into an n-
dimensional geometric figure which represents the resulting feasible
solution 'space. When one member's orderings are compargd to
another’s, the resuiting reduction in dimensions represents the
,amount of incompatible orderings. - N

Three hypotheses regarding conflict'in organizations were tested
using this technique. The first was that conflict would be less within &
hierarchical level than across hierarchical levels. The second was that

. conflict would be less within & professional discipline than across

disciplines. And the third was that conflict would be fess within unit. . .
groupings than across groupings. ’

The research site was a large state supported psychiatric hospital.
Fifty-four members of the clinical staff were selected as respondents,
according to their respective loci within the hospital. Ea?:nwesbondent
was asked to complete a questionnaire which was in the form of a 28

- x 28 matrix in which each elementiij was scored according to which

) ANISMS OF RGANIZATIONAL -. factot, i or j, was more important, orat least equal to, the other factor. -
smucm',aeﬁzoh:;cntsm CY PERSPECTIVE ~ . Preference orderings were found to differ accordingto one's - ~
CONTROL: t . hierarchical level, unit grouping, and to some extent, professional

- ]

. ) Order.No. DA8208351
_ GAATHRIGHT-PETELLE, KATHLEEN Mag, PH.D. The University of
Nebraska - Lincoln, 1981. 230pp. Advisér: William J. Seiler
- This study investigated cgmmunicationproqwc afd ~
organizational-structure as mechanisms of organizational control,
+ diterature with respect to arganizational structure and orgarizational

identification. Those staff at the top levels of the drganizatioth tended
to agree with one another more than did those staff at the lowest |evel.
According to professional identification, there was significantly more,
conflict within physicians as a group and within-nurses asa-group
than within any of the other disciplines. It is notewoghy that sociaf - -
waorkers had less conflitt than did other professions, and tended to
f 0 . : mitigate conflict when cambined with ather disciplines. The hosgital is
carirol was reviewed and integrated info a contingency model f divided into 5 units: 4 treatimient units and gn administrative unit The
* Torganizational coniral. N ) findings indicate that personne within the administrative unit Had Y
The review of arganizational %""g'“{; reset?;::t:n;ecv:;?d two T" -, moresimilarity of preferance orderings with eachcther than did
major vasiables,qperate as organization C:i" fon and. fonns" alls'ization‘ personnel within the treatment units. And,respondents in the 4
foa@a‘l:l;naggg n ;;a::ﬁ%?;i%ifmm:gfaéo:tam?because i - treatment u?ri'ts tended to agree more wig those in tha administrative N
were cor Franng ; unit than with those in othek treatment units, - @, .
mechanisms provide the bounderies fof acceptable organizational This researchis a sig'niﬂﬁégt contribution 1o the discipling .

“behaviot. because it introduces and demonstrate$ a new quantitative method @

L

., Incanuast, cq’i'nmunic_ation Arosgsses “’5" categorizedwae:;e for researching conflict and becausk it-presents findings which .-
antconvol machanams ConiunicqloTarocess et . e cunen meorss o s moecsonarreancan
: ; Al . ] .
., control organizatiorial:behavior. TWre-Major factors were presénted as -~ . ~ - _ e '
aspacts of the organizatidh's communication control process: - o : . . . . .
- *~ ieation-climate and information flow. ~ .. i - R
EMC s L - _ 6 e 2
; ’ U ! ~ e . - N e
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MODELING DYADIC MODE CHOICE INAORGANI'ZATIONS '

IAVING, RICHARD HinoLD, PH.D. University of Waterloo (Canada), 1981.

This thesjs considers the proﬁlen\s of modeling organizational
mode choice. Using the theoaries of Distance, Richness, Social
Presence and Ego-Defensive Communication as a basis, a frarpework
for analysis was developed which allowed the comparison of
situational requirements to mode capabilities. . )

Analysis showed.that a global model of mode choice was superior
" 1o éither a naive model or to any single model in predicting rq‘ode
preferences in specific situations. '

For predicting the mode most likely to ba chosen asimple model
consisting of distance and content complexity was found to be best.
Furthermore, Distance was the primary factor in the prediction of
maode chaice. )

-
S

- -
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- DEFENSIVE AND RELATIONAL COMMUNICATION
CORRELATES OF THE TERMINATION INTERVIEW
’ { Order No. DAB209755

. £ » .
MicHaL, PauLa Marig SMITHSON, PH.D, Um‘vers:ly‘ol Denver, 1981.

~

Thig descriptive study determined some faclors perceived b
mariagers as contributing to defensive termination interviews and
examined the validity of the relational termination dimensions cited by
Knapp (1978) for employment terminations. Fourteen Major

, ergamizations participated in the study. Forty-eight managers
participating in critical incident imerviegvs and responding to a

questionnaire generated frofti key

concerns of management writers”

Gibb (1961) and Knapp (1978) ranged from first-line supervisors to

corporate vice-presidents. The cri
analyzed based on categories em
Mcidents were sorted into catego

tical incident interview data first was
erging irom the incidents, then all
ries to determine the strength of

each category. Questionnaire data was subjected to a X2 analysis
(alpha = .05). . ' '

Those significant questionnaire and critical incident items most
qlosely reigted to non-defe‘_gg'vejntewiews were; consideration of the
hmg of day of termination?&&Im manager behavior; folowing a plan of
action; employees were described as pleasant, good listeners, and
a'greeap}e; brief employee tenyre with the company; interviews were
viewed as more focused, flexible, efficient, and smooth; a2 cause of
términation was pbor job performance; employges anticipated

termination; managers’ feelings were positive; and employees agread

with the mahager's issues.

u\\

dtems perceived by managers as most relatad to defangiveness
were: experiencing high stress in making the decision to terminate;
being surprised by employee's response to termination; describing
ghq employee as unpleasant, ag apoor listener, and disagreeable;
interviews were viewed as difficult to focus, rigid and formal, ditficult
and awk\tvard; a causel of ,termination’was interpersonal T

- ncompatence; employees refuted the managers’ issies:
manages fobmcn y ) of he\_,an gers’ issies; and negative

Results can be viswed as clarifying managers’ perce tidns'of th

termination interview and affirming t‘rlle applicapilitseof Kr‘:app's e
dimensions of deferiorating relationships to employment termination
study. Practical implications of the study include: the valug of making

- managers aware of other managery’ perceptions of the nature of the ,
termination interview as a phenomenon and Arpviding a basae for.
,;L:tt‘%ri:;onsideraﬁon of the termination intérview as asubject to be

-

4
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ORGANIZ'ATIONAC CLIMATE AND EXTERNALLY IMPOQSED
INNOVATION: A CASE STUDY OF MANAGEMENT SYSTEM
AND COMMUNICATION PROCESSES ASSOCIATED WITH
IMPLEMENTATION OF AFFIRMATIVE ACTION

, v QOrderNo. DA8209§46

NELSON, Barsanra Kav, PH.D. University of Coloradd at Boulder, 1981:
« 205pp. Directdr Associate Professor George A. Matter

Legislation requiring organizations to adopt and implement
affirmative action has existed for nearly a degade. Despite a power-
coercive strategy used by the federakgovernment to achieve equality
for women and minorities in the workplace, substantial nationwide °
‘ progress has not occurred. Previous literature has suggested that

- success with affirmative action depends upon the oranizatlonal
climate., - < .
The purpose of this study was to determine whether factors of
organizational climate were associated with successin implementin
- affirmative action. More specifically, this research identified ’
- - characteristics of the management and communication systems
,% Jtlized by an organization which has adopted and implemented
- affirmative action. 4 )
» Data were gathered from three subgrpups of a large metrdpolitan
community college. A stratified random sampling procedure was usad
td select 35 employees from each organizational group: _
administration, tacuity, and classified. Each group was evaluated

-according to quantitative progress in meeti ng affirmative action goals

' and ranked from most successful (administration) to least successful
{faculty). Interviews with twelve employees supported this ranking.

" The 105 subijects completed two instruments.-the Likert Profile of
Organizational Characteristics and the Communication Audit
Questionnaire Survey. Responses were compared statistically to
determine whether and how.the three dgroups differed. .

14

-

P

A 3

°

’

"

-

. Results indicated that organizational climatq and success with*
affirmative action implementation were associated. Significant
differences between administration and faculty were particularly
evident. Higher scares by administration indicated that the
management system was mare participative. According to Likerts ~
four systems of management, the administration experienced a

» Consultative style, while faculty experienced a Benevolent
Authoritative style. Higher scores by:administration onthe
Question naire"Sur,vey indicated that the communication processes,
were more safisfying and effective. A lack of adequate and timely
information for the facuity through formal co mmunication channels
created-a reliance upon the grapevine. .

This research suggested that the organizational climate which -
seemed best to facilitate the implementation of affirmative action was

s

characterized by a Consultative manag

ement system, openness, trust, *

- esprit de corps, satisfying reward and recognition mechanisms,.an
adequate amougqt of timely information, predominant use of
interpersonal and-group communicatioq. and reliance orf format
versus informal sources of information. _ 5
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:ORGANIZATIONAL FFECTIVENESS: DEFINING A
CONSTRUCT SPACE AT THE INDIVIDUAL LEVEL OF *
ANALYSIS. | . - ©Order No, DAB210539
Otsnrsxi, DoraTHy, FARR, PH.D..Temple Univarsity, 1981. 176pp.
Supqggsor; Or. Harry A. Bailey . ,

’ Organizational effectiveness has been a thems in the gractical and

L

' theorstical organizational literature since Adam Smith, but there is

still no agreed upon definition of arganizatidnal efféctiveness, | N
Furthermore, thére is no agréement among researchers on an®
approach to medsuring effectiveness, the appropriate criteria to be
‘-~ used or a method 6f weighting the criteria of organizational )
effectiveness. Ther is a need to specify domain, or operating space
- for the organizatfonat effectiveness.construct which wduld facilitate
- operationalizing the construct and, also, allow the gpproaches to
 meagurement and the organizational effectiveness criteria to be' -
grouped accordiiig to some overriding organization scheme. The
~ present study is an attempt to define an operating space for_
{ ‘organizational effectivenessit the individual level of analysis.
3 .
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being done in two other topics in Public Administration - -

(representative buredugracy and public personnet administration) -

which focus on the individual level of.analysis with theresearch
conducted in arganizational effectiveness. The literature it thess
three areas should demonstrats a reasonably consistent thebretical‘ -
perspective that can guide anajysis and aid in understanding the ./
individual in the organization. But the organizZatignal effectiveness
literature does not refiect the the igal.perspectivé underlyingzthe
complementary wark in representative bureaucracy and publiic .-

~
2

personnel admipistration, Presantly, at the individual leve! of analysss, -

organizational-effectivenegs is measured Using standard personnel
variables (absenteeism, lack of conflict, turnover, etc.) and these .
indicators of effectiveness cannot acgommodate non-traditional, non-
hierarchical management systems. - .
This¥tudy, derives the independent variables and the hypotheses
to be tested from the represéntative bureaucracy and public °.
personnel administration literature. . . . (Author's abstract exceeds
stipulated maximum length. Discontinued here with permission of
school) UM oo .- .

v
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VIEW
Order No. DA8208239

RAGAN, Sanoma.Lex, Pu.D, The University of*Texas at Austin, 1981,
ZMTpp. Supervisor: Robert Hopper

' Twelve job interviews--six simulated and six actual interviéws-.
wers analyzed to investigate how communicators use alignment tatk
injob ipterview conversations. The term ‘alignment refers to >
metacommunicative tatk used to remedy problegs. Alignriiént tatk
coordinates speakers with each-other and also displays roles and )
norms. Several alignment devices have been described in. o L

Jeihnomethodological studies that damonstrate how talk accantplishes

ation and defines sccial situations for communicators. The present .
study practices a method of coriversational analysis derived frofm
ethnomethodology. - e Lo
*Aithough various alighing features have been discgzed inthe
sociological and ethnomethodolegical literature (e.g., #ccounts,
disclaimers, remedial processes, side sequences, meta-talk), few
studies have either (a) looked at naturally occurcing situations, or
() locked at several speech devices simultaneously. The job
interview was chosen as a locus for alignment talk for this study both
because it is a significant interpersonal communication g and
because it appeared to be a context in which alignment would occur,
both to promote positive impressions and to manifest the roles of
interviewer and applicant.

Seven types of alignment features were identified and coded in the
twelve job interview transcripts. Categaries included: accountg;
formutations; meta-talk, side sequences, metacommunicative .
digressions; gualifiers, and "you knows."” A qualitative investigation of
the'use of each of these aligning actions revealed he fallowing:

(1) 'Interviewers' use of alignmenit showed a pattern of dominance in
that they frequently used aligning features which directed or
controlled the intdrview conversations, especially formulations, side
sequences, metacommunicative digressions, and some forms of
meta-talk, (2) Applicants’ usa of'alignment displayed tentativeness
and powerlesgness in that they utilized primarily forms of alignment
talk which typifiedéhgm as nonassertive or defensiva speakers, *2
&specially qualifiers,” you knows,” and accounts.

. Insum, differentuses of alignment talk created, enacted, and
preserved the different statuses of interviewer and apphcant. ‘

. Implications of thisfinding for job applicants in the interview situation
ae: (1) Applicanis need to realize how their talk reflects inferior
status. (2) Applicants might be advised to use fewer of tha speech
forms that reinforce this infenority and more assertive speech forms
that might party equalize the roles of interviewer and agplicant.

" ALGNMENT TALK [N_THE JOB INTER

’ E

The research strategy gmp_loyed/m thfsstudy-comparw'the work o

"

+ +* -origindl model can be

>

+

»

«‘ . « ‘. " ’ ’ s
* - ' <
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A COMMUNICATION 'PERSPECTIVE ON BURNOUT IN A
HUMAN SERVICE ORGANIZATION  OrderNo. DAB212617

Rav, En.inu Benun, PH.D. University ot Washington, 1981. 155pp.
Chatrpergon: Professor Terrance L. Albrecht . _J

This dissertation study tested a causal model of burnout in a
human service'organization under the thearetic framework of Linear
Force Aggregation Theory and'social structure. Specifically, it
investigated the direct effects of network integration, job-related .

. Stress, and cognitive distance on bumout. It was further hypothesized.
that the effects of network integration and job-related stress wers
mediated bythe cognitive distance between ane’s perception of him
or herself and his or her job. . . N

Data were collected at two points in time, with an approximate two

-week interval betwesn collections. One hundred and nine employees
of a children'’s hospital voluntarily participated in the study. -

Data were analyzed using Pearson product-rpament correlation,
ordinary least squares regression, and structural equation modelling.
A test of the overall model yielded a non-significant chi-square.
However, only the direct path of job-related stress to burnout was ’.
significant. When the model was respecified to test this oné path, the

- model fit the data. An examination of the difference between the two

models revealed o si

reduced to include only this one direct path.
Thus, this study provided empirical support for the conceptual
definition of burnout as a reaction to chronic job-related stregs.

This study makes several contributions to the bumout literature,
First, it emphasized a communication perspective under an explicit
framewaork. It also extended previous operational definitions of both *
job-related stress and network integration. In adgitios, it  utilized a
methodology not typically found in burnout research. Structural
equation modelling provided a rigorous tesff the model by

‘examining the relationships between all of the variables -
simultaneously.

Several limitations of this study should be considered. These
incitide a‘lack of contral in the data collection procedures and .

* possible selective sample attrition. There were alsg questions of
validity for the scales measuring cognitive dfstance and network
integration. , . )

Theoretic and pragmatic implications of this Study are offered and
the need for more basic research is advocated. Finally, mogifiéations
of this study for future research,are discussed. .
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A COMPARISON OF THE EFFECTIVENESS AND EFFICIENCY
OF_COMMUNICATION 'STRATEGIES AS STIMULANTS OF ~

-HORIZONTAL COMMUNICATION“;AMONG INDEPENDENT
INTERRELA¥ED ORGANIZATIONAL UNITS

Order No. DA8207284.
YEAGER, Jacx B., Pr.D, The Ohjo State University, 1981. 96pp.
Adviser: Professor Victpr D, Wall

This document describes a compd¥ative fisld study of the
eflectiveness and efficiency of.severar communication strategies
designed to stimulate hanizontal information exc'hange amongwork *
units in & research and development organization. Three strategies
were employed in anvexperimentai design, each using variations in
level of feedback, maqagerial involvement, and form, Comparisons
were made on‘tWo organizational levels using both statistical and
qualitative data comparisons. The results indicate both a'need for the
exchange of information horizo ntalli(a‘nd the importance of feedback,
brevity, and‘igf:rmality in such exchanges.Additionally, the level of
implementatioMwithin the arganization of such strategies was showh
to be an important factor in thé overall usefulness of this type of
inform’ation exchange. R
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gnificant change. These results suggest thatthe ' .|
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